O ften the terms "transition" and "change" are used interchangeably. While they both conjure up visions of fear and insecurity associated with being thrust into new territory, they are actually quite different. Change is the driver for transition. It is the new situation or set of circumstances requiring individuals to do something differently. Change is usually external and often situational.
Transition, on the other hand, is the process one must go through to come to terms with change . It is the internal process that must occur for individuals and groups to adapt to change. While individuals may have little control over a change , they become active participants in the transition that dictates whether the change is successful or fails. How the transition is managed becomes a critical factor.
In the current business environment, it is inevitable that occupational health service (OHS) practitioners will be confronted with change. Changes may be brought about because of organizational restructuring, resource reduction, or the need to streamline and refine processes to improve the quality of services. Every day, corporations are merging or being divided, requiring internal support services such as the OHS to change. These changes might include joining with an organization from another company, separating from peers and coworkers, or prioritizing and revamping critical elements of work. Regardless of the type of change, inevitably, these circumstances will result in fear, insecurity, and a sense of loss.
TECHNIQUES FOR FACILITATING TRANSITION
Transition begins with "letting go" of the familiar, comfortable aspects of one way of doing something and moving on. Managing during transition can be difficult and challenging. In his book, "Managing Transitions-Making the Most of Change," William Bridges (1991) suggests the following techniques for facilitating successful transition.
Learn What Behaviors and Attitudes Will Have to Change
To be able to lead individuals to a new way of working, it is essential that the manager understands and is able to communicate what must change in the current system in order for the change to occur. As an example, a very effective manager at a large company was charged with the task of merging the OH and Safety departments and consolidating the administrative functions into one. The departments had operated separately for many years and had very different practices and philosophies .
After a thorough assessment, it became clear that the organizations knew very little about each other. The manager recognized that for the change to be successful, a sense of teamwork would have to occur. But before that happened, it was necessary for members of each group to learn, understand, and appreciate the practices of each other. This astute manager decided to have an initial meeting with orientation presentations from each group and assemble a transition team of members of each organization. The manager stayed very involved, supported individuals as necessary, rewarded the group with jackets bearing the new team emblem and considered the transition a success after 1 year. 
ABOUT THE

Analyze Who Stands to Lose
Because transition begins with endings, the manager must identify individual losses and recognize that resistance to change is frequently an outward sign of not being able to let go.
Discuss Reasons for the Change
Communicate the need that is the reason for the change rather than the solution. It is often difficult for individuals to make changes when they do not understand the reason for having to make the change. The best scenario occurs when workers are included in the process of defining the problem. Because this is not always possible and changes often are imposed rather than suggested from within, having individuals and groups of employees attend company briefings and having access to news releases and other sources of high level information is critical.
Discuss Effects of the Change
It is important to discuss the transition and recognize the effects it has on workers. Acknowledging that change is not easy and feelings of insecurity are natural will assure workers that they are personally on track and that leadership supports their efforts.
Describing the change in as much detail as possible and conveying what the new work group, environment, system, and company, for example, will look like when the transition is complete is important. An effective mechanism for doing this is on an individual basis or in informal settings. Good transition managers also make the opportunity to "drop by" department meetings, team conferences, and even the water cooler to answer questions and share insights.
Define the Changes
Defining what is over and what is not is crucial. Knowing exactly what changes will occur and what will stay the same is key to preventing confusion. By emphasizing continuity and permanence of some practices, the OHS manager instills con- fidence that the change is essential and that the end result has been carefully planned. In some instances, where the ultimate outcome is complete dismantling or obliteration of a department, it may be difficult but necessary to deal with the difficult reality. In this situation more than any other, the manager must be aware of and sensitive to the tremendous losses people will experience.
Accept Grieving
The manager must expect and accept the signs of grieving. Because change marks the end of something, it is common for individuals to experience all of the stages of grief associated with other endings or losses. • Denial, the natural first stage, is a method of protection against the reality at hand. • Anger often is expressed when an individual feels a loss of control over the circumstances. • Bargaining should be distinguished from problem solving and acknowledged as an unconscious strategy to delay or prevent change.
• Anxiety stems from the fear of the unknown and is best controlled by providing a steady stream of accurate information.
• Sadness is directly associated with letting go of something or someone with which an individual is comfortable or familiar. • Disorientation results from a sense of insecurity and often manifests itself as forgetfulness or disorganization in otherwise attentive, organized individuals. • Some level of depression and hopelessness is a natural progression of the grieving process and must occur before the individual comes to terms with the inevitable nature of the change.
MOVING ON Hold RegUlar Meetings
Managers might find it helpful to hold regular meetings allowing individuals to build relationships and develop a sense of shared involvement in the change process. Communicating progress and "next steps" keeps workers informed and ultimately builds trust. Regular meetings also provide an opportunity for the manager to gain insight into the transition and may help to identify problem areas that could derail the change process.
During a recent reorganization, an OHS manager at a large manufacturing facility devoted 10 minutes at the beginning of each shift to update sessions. The gatherings became so popular that after the changeover to the new system, the group continued to get together before the shift began.
Respect Past Pracuces
It is important for managers to respect past practices and acknowledge the strengths of previous models or ways of conducting business. Workers identify with past practices 
Manager's Transition Checklist
Done Working On It
It's not so much that we're afraid of change or so in love with the old ways, but it's that place in between that we fear....It's like being between trapezes. It's Linus when his blanket is in the dryer. There's nothing to hold on to (Ferguson, 199\) .
